The main purpose of this study is to determine the influence of perceived organizational climate dimensions (organizational encouragement, supervisory support, peer support, autonomy, communication, participation flexibility) on individual creativity and organizational innovation which is a key driver for competitive advantage. The study is empirically based on the primary data collected from 86 medium and large sized organizations that are registered to Kocaeli Chamber of Industry. Data obtained from questionnaires will be analyzed through the SPSS statistical packet program and PLS-Graph. The results indicate that perceived organizational climate is positively related to individual creativity and organizational innovation.
INTRODUCTION
There isn't a consensus about the definition of climate in the literature. However, it can be described as collective attitudes, behaviors and feelings that continually produced and reproduced by the interactions of people and thus characterize life in the organization (Isaksen, Lauer, Ekvall & Britz, Poole & McPhee, 1983; Schneider, 1980) . The reason for the lack of an agreed definition is appeared from two contradictory views; the cognitive schema approach and the shared perceptions approach. The prior assumes that organizational climate is to be regarded as an individual attribute and the latter as an organizational attribute when concerning the nature of climate; (Glick, 1985; James, Joyce, and Slocum,1988; Schneider and Reichers,1983) . To make a reasonable distinction, James and Jones have suggested that "psychological climate" is more suitable for the prior and organizational climate for the latter. Schneider and Reichers (1983) suggest an other argument that work settings have different climates for specific things such as safety, service, production, security, and quality. They suggest that the chosen climate measure should be consistent with the intent of the research investigation since work settings have different climates for specific objectives. In that case, there may be consensus of perceptions among organizational members. Thus, we follow them and in this study we assess the climate by measuring individual employee perceptions of a number of factors shown to be correlated with creative behaviors. Because, of its modifying effect on organizational and psychological processes, organizational climate is seen as a significant variable that affects individual creative behaviour that in turn, affects organizational innovation.
As regards the climate measurement instruments, creative climate questionnaires (CCQs) developed by Ekvall (1996 Ekvall ( , 1997 , The Team Climate Inventory (TCI) developed by Anderson and West (1996) and Amabile's KEYS: Assessing the Climate for Creativity (Amabile et al., 1996) is worth to examine. The TCI is based around four main factors: participative safety, support for innovation, vision, and task orientation (Anderson and West 1996) . On the other hand, The CCQ instrument covers ten dimensions such as challenge, freedom, idea support, trust and openness, dynamism and liveliness, playfulness and humor, debates, conflicts, risk taking and idea time. Amabile's KEYS (1998) evaluate six dimensions of the work climate that affect creativity; encouragement of creativity (which encompasses fair, supportive evaluation of new ideas, collaborative information flow, encouragement of risk taking and idea generation, participative management and decion making); autonomy or freedom (the degree of individual ownership of and control over work); resources (time and money); pressures (positive challenge and negative work-load pressure); and organizational impediments to creativity (conservatism, internal strife rigid and formal management structures).
In summary, a variety of research arrives at some set of critical norms that may foster or impede innovation and creativity; supportive and challenging environment, commitment to ambitious, clearly specified, and attainable objectives or goals that are widely shared by the members of the organization, freedom and and risk taking, autonomy regarding the choice of tasks and how they are performed, encouragement of ideas, sufficient time for creating ideas, appropriate feedback and rewards, training, trust and openness, and leadership commitment and involvement (i.e. Amabile, Conti, Coon, Lazenby & Herron, 1996; Oldham & Cummings, 1996; Woodman et al., 1993; Ekvall, 1996; Anderson & West, 1999) . We specify these findings as the basis for focusing our empirical investigation and organized the study as follows. First, the paper begins by discussing the theoretical background and research hypotheses of the main constructs (organizational climate, individual creativity and organizational innovation). Thereafter, it describes the research model, methods and results of the research. In conclusion, it discusses the implications of the study with regard to existing literature.
I. ORGANIZATIONAL CLIMATE AND INDIVIDUAL CREATIVITY
In the organization literature, many empirical studies have directly linked several organizational climate characteristics with desirable organizational outcomes such as creativity and innovation (Amabile, Conti, Coon, Lazenby, & Herron, 1996; Oldham & Cummings, 1996; Scott & Bruce, 1994 : Woodman, Sawyer, & Griffin 1993 Shalley, Gilson, & Blum, 2000; Ekvall, 1996; West & Anderson, 1996; Baer & Frese, 2003) . Some research findings confirm that innovative organizations achieve a climate conducive to innovative behaviours (Damanpour 1991; Amabile et al.,1996; Scott & Bruce, 1994) . Therefore, the concept of organizational climate in general, the relationship between organizational climate and creativity and innovation in particular, become popular subjects for academicians from a variety of research areas (e.g. Amabile et al., 1996 , Scott & Bruce, 1994 , Oldham, Cummings, 1996 Damanpour 1991; Mohammad & Rickards, 1996) .
In a search to determine what makes a climate to be supportive of creativity and innovation, many studies have suggested a variety of different characteristics. One of these factors is organizational encouragement. Organizational encouragement is encouragement of creativity and innovation. It involves supporting new idea and setting an organizational reward system that recognizes creativity. Another characteristic of climate, among many others, is supervisory support. The relevant literature have pointed the important role of managers on employees' attitudes (Oldham and Cummings, 1996; Amabile, et al., 1996) . The managers who encourage risk taking and idea generation and provide positive informational feedback, substantial freedom and autonomy, are positively related with creativity and innovation. Relatedly, Tesluk, Farr, and Klein (1997) identified five dimensions of organizational climate that influence creativity, including goal emphasis, means emphasis, reward orientation, task support, and socioemotional support.
Similarly, some researches indicated that organizational encouragement, supervisory support, autonomy and freedom, challenging job (Amabile et al., 1996) non-controlling and supportive supervisors (Cummings and Oldham, 1997) , goal setting, rewards, and choice or personal discretion in work procedures can affect creativity. Some others have noted that innovative organizations are characterized by an orientation toward creativity and innovative change, support for their members in functioning independently in the pursuit of new ideas (Kanter, 1983; Siegel and Kaemmerer, 1978) , and a tolerance for diversity among their members (Siegel and Kaemmerer, 1978) . Furthermore, Dunegan et al. (1992) have found that divisional affiliation, work group interactions, and the quality of exchange between leader and subordinate significantly predict the perceptions of employees of climate factors believed to encourage innovative activities in the organization (Mohammad & Rickards, 1996; 110) . In summary, a number studies have suggested that organizational climate has significant effect on the creative performance of individuals. Aspects such as task meaning and challenge, freedom and autonomy, team cooperation and friendliness, leadership support and organizational encouragement, sufficient resources have been brought forward as important features of organizational climate that fosters creativity Scott & Bruce, 1994; Amabile et al. 1996; Anderson & West, 1996; Woodman, Sawyer, & Griffin, 1993; Shalley, 1995; Cummings, Oldham, 1997) . Drawing on early theory and research we describe the organizational climate that influence an employee's creativity consists of dimensions such as; organizational encouragement, supervisory support, peer support, autonomy, communication, participation flexibility. Thus, it's hypothesized that; 
II. INDIVIDUAL CREATIVITY AND ORGANIZATIONAL INNOVATION
Creativity and innovation are closely related concepts but in essence, creativity is the generation of novel and useful ideas, primarily at the individual level whereas innovation can be described as the successful implementation of these creative ideas within an organization (Amabile et al., 1996) . Creative work can be generated by employees in almost any job at any level of any organization (Shalley, Gilson, & Blum, 2000; 215) . "Thus, no innovation is possible without the creative processes that mark the front end of the process: identifying important problems and opportunities, gathering information, generating new ideas, and exploring the validity of those ideas" (Amabile, 2004, p. 1) . In this view, creativity by individuals and teams is a starting point for innovation (Cumming & Oldham, 1997: 23) and individual creativity is important in and of itself and can be conceptualized as a necessary first step or precondition required for innovation (Scott and Bruce, 1995; Shalley, Gilson, 2004 ).
Creativity at the individual level, through idea generation and implementation, is likely to lead to the development of innovative products at the organizational level (Gümüşlüoğlu, İlsev, 2009, 465) . Shalley et al. (2004) state that creative employees' new ideas are transferable to other employees in the organization for their own use and development. Creative individuals can mobilize the motivation needed to meet innovative demands. Morover, they are likely to spend more time on creative cognitive processes to develop problem solutions that are qualitatively high as well as the generation of ideas or solutions, and they make serious efforts to seek sponsorship for ideas and produce prototypes. Therefore, they can perform specific tasks successfully and achieve organizational innovation goals in the face of obstacles (Hsu, Hou& Fan, 2011, p.260-261) .
To sum up, there seems to be a great agreement among scholars of creativity and innovation that all innovation begins with creative ideas and the creativity of the people is a key source of organizational innovation. Since foundation of organizational creativity and innovation is ideas, and it is people who "develop, carry, react to, and modify ideas" (Van de Ven, 1986: 592), we expect idividual creativity will be positively related to organizational innovation, and suggest the following hypothesis. 
III. METHODOLOGY

A. Research Design
The proposed conceptual model guiding this research is depicted in Fig. 1 . Organizational climate is hypothesized consisting of six dimensions such as organizational encouragement, supervisory support, peer support, autonomy, communication, participation flexibility have significant positive effect on individual creativity. Morover, it is predicted that individual creativity has significant positive effect on organizational innovation. 
B. Scales and Sampling
The purpose of this paper is to describe and analyze the mutual relationships among organizational climate, individual creativity, and organizational innovation. In order to empirically investigate the hypotheses, firms operating in Kocaeli were surveyed. Using the documents of Kocaeli Chamber of Commerce, 250 firms among 518 are identified as the target group of the research because of their availableness. Tools such as e-mail, letter and face to face interviews are used for gathering data from the managers. A total of 138 questionnaires among 86 firms has returned. Of the participants, %62 are married, %53 have university educations and %8 have master education.
To test the above hypotheses, multi-item scales adopted from prior studies for the measurement of constructs were used. Organizational climate was measured by 28-items developed from the studies of Amabile, Conti, Coon, Lazenby, Heron (1996) , Scott and Bruce (1994) and Oldham and Cummings (1996) . Individual creativity was measured by 10 items adopted from the creative behaviour measure of George and Zhou (2001) . Organizational innovation was measured by 10-items developed from the studies of Hansen and Birkinshaw (2007) and Hult et al. (2004) . All items were rated using a 5-point scale ranging from 1 ("Very strongly disagree") to 5 ("Very strongly agree").
C. Analysis and results
Partial Least Squares (PLS) approach to path modeling is used to estimate the measurement and structural parameters in structural equation model (SEM) (Chin, 1998) . The reason for using this technique is that PLS method can operate under limited number of observations and more discrete or continious variables. PLS is also a latent variable modeling technique that incorporates multiple dependent constructs and explicitly recognizes measurement error (Karimi, 2009 ). In addition, PLS is far less restrictive in its distributional assumption and it applies to situations where knowledge about the distribution of the latent variables is limited and requires the estimates to be more closely tied to the data compared to covariance structure analysis (Fornell and Cha, 1994) . . Another benefit of PLS over other SEM techniques such as AMOS and LISREL is that it allows both formularize and reflective indicators to be used in the model (Fornell and Bookstein, 1982) . Therefore, this study used PLS in Visual PLS software.
D. Measurement validation
Following the proposal of Straub (1989) , the survey instrument was re-examined in terms of reliability and construct validity although the scale questions were developed from items successfully used in previous surveys. First of all, the original survey which consists of 30 questions was analyzed by PLS-Graph program and 2 item is found below the suggested loading value 0.70 and communal value. 50 (Fornell and Larcker) , as suggested in literature these "below threshold" items are deleted (Hair, Tatham, Anderson and Black, 1998) . Examination of the remaining items revealed that they adequately represent the underlying construct attesting to the content validity of the instrument. Tablo 1. indicates reliability scores of remained items.
Table 1. The standart loading, composite reliability and AVE values of the items
Hypothesis testing
According to the correlation results seen in Tablo 2, there is a positive significant result among all dimensions of organizational climate and individual creativity and also between individual creativity and organizational innovation. PLS path modeling which allows for explicit estimation of latent variable (LV) scores is used to estimate the main effects in the proposed model (see Figure 1) . PLS Graph 3.0 and Bootstrapping resampling method is used to test their statistical significance. This procedure entailed generating 500 sub-samples of cases randomly selected, with replacement, from the original data. Path coefficients were then generated for each randomly selected subsample. T-statistics were calculated for all coefficients, based on their stability across the subsamples, indicating which links were statistically significant. As shown in Table 2 , the results illustrate that suggested hypotheses are largely confirmed. With regard to effects of dimensions of organizational climate on individual creativity, it is found that organizational encouragement (β = .22, p< .01), supervisory support (β = .28, p< .01), co-worker support (β = .27, p< .01), autonomy (β = .37, p< .01), open communication channels (β = .27, p< .01), participation flexibility (β = .41, p< .01) are positively related to creative behavior. Therefore H1, H2, H4, H5, H6 is supported but H3 is not supported. Further, it is found that individual creativity is positively associated with innovation (β = .36, p< .01), supporting H7.
III. CONCLUSION AND IMPLICATIONS
This study examine organizational climate as an indicator of the capacity of organizations to become innovative. Consistent with the previous research, the results of the study indicate that organizational climate positively affects individual creativity that are serving as raw material for later organizational innovations ( Shalley et al. 2004, p.952 ) . This result implies that if the individuals perceived that their organization support innovative actions, they perform increased ability to develop new ideas and different solutions to problems. It also suggests that creative thinking is something that must be vigorously cultivated by the organization. Therefore, it can be stated that a climate that encourages a higher sense of creativity would probably generate more innovative products, services and processes.
Organizational practices, policies and systems can enhance creative and innovative behaviours of individuals by influencing individual's behaviour and attitude. If firms wish to increase their level of innovation they should recognise the value of their employees as generators of creative ideas. A climate that discourages employee risk-taking is always a serious barrier to innovation because people are often demotivated by the fear of failure. For that reason, managers must recognise the challenge of developing and implementing the correct context for individuals to feel motivated and committed to the creation of new products and processes.
On the other hand, peer support is negatively related to individual creativity in our case but we can clearly declare that peer support within an organization is likely to reduce conflict and enhance unity, communication and harmony within the rest of the organization, all of which have been found to be associated directly with creative and innovative outcomes (e.g., Sethi et.al, 2001 ). Maybe, the other dimensions of organizational climate have a strong effect on individual creativity that tends to override the positive effect of peer support in this study.
To conclude, this study provides important findings and guiding related to innovation management practices for Turkish companies and managers and as well as other developing countries since Turkey can be considered quite safely as representative of many developing countries. In addition, Turkish culture has long been described as being high on collectivism and power distance which is defined as "The extent to which the less powerful persons in a society accept inequality in power and consider it as normal" (Hofstede, 1980) . For that reason, although numerous studies have explored the phenomenon of organizational climate, Turkish collectivistic culture with high-power distances may be different from those that influence empowerment in individualistic Western cultures with low-power distances.
In addition, although Turkey is regarded as a developing country much like South Korea, Brazil and Mexico, based on the World Economic Forum rankings, it ranks 56th in innovation among 80 nations. For that reason businesses in Turkey have begun to pay special attention to innovation in recent years in order to compete in the global arena. Therefore, the results of this research would increase awareness of Turkish managers in innovation process. Further, it is hoped innovation performance of Turkish firms would improve as depicted in the study by the positive link between organizational climate, individual creativity and organizational innovation. Consequently, the results of this study would provide some useful findings to both the literature and practitioners.
Despite this study offers a number of contributions to the literature, like all researches it has some limitations. First of all, organizational climate is a very large and comprehensive issue that concerns the whole of the organization and for that reason it can not be investigated in one research with its every dimensions. This study focuses some specific dimensions that is likely to boost individual creativity but future researchers would examine the role of other dimensions of organizational climate identified in organization theory such as work pressure, job design, empowerment and leadership. It can also be suggested to other researchers who wants to study in this subject to investigate the effect of organizational climate dimensions on other desirable outcomes such as commitment and satisfaction.
